K  Biennial  review  of  agency 

78  incentive  award  program  for 

MT  the  State  of  Montana 
1998 


MONTANA  LEGISLATIVE  LIBRARY  4  ^ 


BIENNIAL  REVIEW  OF 

AGENCY  INCENTIVE 
AWARD  PROGRAM | 

FOR  THE  STATE  OF  MONTANA 


PREPARED  BY 

DEPARTMENT  OF  ADMINISTRATION 
STATE  PERSONNEL 


L 

n  <y 
10 

pr\T 


•v";  ' 


. 


BIENNIAL  REVIEW  OF  AGENCY  INCENTIVE  AWARD  PROGRAM 


The  purpose  of  the  Incentive  Awards  Program  stated  in  2-18-1102,  MCA,  Creation  of 
Program,  is  ”...to  appropriately  recognize  and  monetarily  reward  individual  state 
employees  and  groups  or  teams  of  employees  for  documented  achievements  and 
outcomes  that  contribute  to  the  efficiency,  economy,  or  other  improvements  of  state 
government  by  reducing  costs  or  improving  effectiveness  of  governmental  operations.” 
During  fiscal  year  95  and  fiscal  year  96,  nine  agencies  presented  28  awards  to  53 
recipients.  The  cash  awards  totaled  $45,100.89.  No  hourly  awards  were  given  although 
one  agency  did  award  a  marble  paper  weight  in  lieu  of  cash.  The  estimated  annual 
savings  realized  by  the  State  is  $771,999.04. 

Pursuant  to  2-1 8-1 1 03,  MCA,  the  Department  of  Administration  has  provided  direction  with 
the  Incentive  Award  Program  policy  3-0550,  a  model  agency  policy,  a  model  agency  guide, 
model  agency  nomination  form,  designed  a  poster  and  flyers  for  agencies  to  use  to 
introduce  the  program  in  the  agency  “Montanans  in  Motion”,  has  met  with  agency 
Incentive  Award  Coordinators  and  has  surveyed  the  coordinators  about  the  program. 

Implementation  in  state  agencies  of  the  current  program  varies  widely  from  the  DOT’S 
funded,  staffed,  aggressive  program  to  low  key  or  nonexistent  programs  found  in  other 
agencies. 

When  agencies  were  asked  “what  problems  they  had  in  implementing  the  program?” 
answers  varied  from  lack  of  resources,  both  budget  and  time,  to  unclear  direction  and 
scope. 

A  survey  was  included  with  the  agency  reporting  form  to  gather  information  on  the 
program. 

The  survey  and  summary  of  responses  follows  : 
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EMPLOYEE  INCENTIVE  AWARD  REVIEW 


The  Employee  Incentive  Program  in  place  is  a  temporary  program  that  will  sunset  on  July 
1,  1997  unless  legislation  is  introduced  to  redesign  the  current  program  or  make  it 
permanent. 

The  Department  of  Administration  would  like  agencies  to  take  this  opportunity  to  examine 
the  data  collected  and  determine  if  the  current  structure  of  the  program  is  meeting  their 
needs. 

Could  this  be  a  more  effective  program  if: 

1 .  The  language  of  the  law  is  changed  from  giving  awards  for  “documented  achievements 
or  outcomes”  to  “documented  or  expected  achievements  or  outcomes”?  See  2-18-1105 
(2)  (a),  MCA. 

No.  The  “expected”  would  be  difficult  to  measure  for  the  agency  IAP  committee. 

Yes  -  this  change  would  make  the  program  more  practical.  In  two  of  the  three 
nominations  we  considered,  calculation  of  actual  dollar  savings  realized  was 
impossible. 

Sort  of,  but  what  if  we  said  "documented  or  implemented"  outcomes? 

If  expected  achievements  or  outcomes  are  based  on  documented  costs  and  savings, 
then  using  that  base  to  document  expected  costs  and  savings  on  a  larger  scale 
seems  reasonable. 

Achievements  or  expected  achievements.  I  guess  I'd  error  on  the  side  of  actual 
documented  achievements.  It  makes  an  award  request  easier  to  evaluate  with  the 
current  language  because  a)  it's  done  after  the  fact,  and  because  b)  achievements 
are  quantifiable. 

2.  Agencies  had  more  flexibility  in  distributing  awards,  by  deleting  the  reference  to  “end 
of  the  12-month  period  following  implementation”  as  a  directive  of  when  awards  are  to  be 
given.  See  2-18-1 106  (4)  (b),  MCA. 

Could  possibly  help  agencies  with  many  suggested  ideas. 

Yes  -  in  all  three  of  the  nominations  we  considered,  awards  were  given  before  the 
end  of  the  12-month  period  because  savings  either  could  not  be  calculated  or  could 
be  calculated  immediately. 
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That  would  help,  but  we  do  it  anyway. 

It  is  recommended  that  the  reference  to  "end  of  the  12-month  period  following 
implementation"  be  deleted.  Reviews  of  100+  ideas  have  shown  that  it  was  possible 
to  determine  within  a  3-6  month  period  whether  or  not  a  suggested  improvement 
was  worth  implementing. 

Yes,  I  agree  with  a  more  flexible  time  frame  during  which  awards  can  be  made 
simply  because  the  payoff  from  the  implementation  of  an  idea  may  not  be  verifiable 
within  the  current  time  frame. 

3.  Agencies  have  the  flexibility  to  implement  ideas  for  a  trial  period. 

The  program  was  originally  designed  to  support  the  assumption  that  improving 
current  practices  equaled  better  efficiency.  However,  many  times  the  only  way  to 
see  if  an  idea  works  is  to  try  it  out.  As  expected,  most  ideas  submitted  by 
employees  were  actually  suggestions  for  improvements.  Of  the  108  applications 
submitted,  64  were  not  developed  enough  to  either  warrant  a  technical  review  or,  if 
acceptable  as  a  good  idea,  required  a  variety  of  people  and  resources  other  than  the 
applicant  to  implement.  The  problem  was  developing  a  way  to  get  enough 
information  to  evaluate  the  suggested  improvement. 

4.  Agencies  have  the  flexibility  to  award  ideas  based  on  technical  reviews. 

We  did  request  that  "experts"  in  a  given  area  review  and  comment  on  ideas  related 
to  their  particular  area  of  experience/expertise. 

It  is  recommended  if  ideas  are  awarded  based  on  the  results  of  a  technical  review, 
then  there  is  documentation  to  verify  the  improvement  is  being  implemented  by  the 
department  (allocated  resources,  scheduling  dates,  etc.). 

5.  You  had  additional  support  from  your  agency. 

No.  Agency  director  and  monetary  awards  are  very  well  supported  for  this  agency. 
Yes  -  this  program  is  not  a  high  priority. 

I  had  the  flexibility  to  design,  implement  and  modify  the  "Ideas  in  Motion"  Incentive 
program  as  needed. 
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What  has  been  a  problem  in  implementing  the  current  program: 

1 .  lack  of  your  time  and  resources 

2.  unclear  direction  or  purpose 

3.  employees  unwilling  to  implement  idea 

4.  other,  please  explain 

Funding  is  needed  to  promote  the  program  in  a  professional  manner. 

The  program  should  be  fun  for  people  to  participate  in.  It  lacks  excitement.  The 
program  is  generally  an  “add  on”  to  someone’s  duties  and  not  a  primary  duty  of  the 
position. 

It  is  not  that  people  are  unwilling  to  implement  ideas,  but  they  may  not  have  the  time 
or  the  opportunity  to  experiment  with  an  idea.  This  is  a  luxury  generally  found  in  the 
private  sector  and  not  characteristic  of  the  public  sector.  Staff  are  usually  just 
finding  it  difficult  to  keep  ahead  of  their  job  duties  and  do  not  have  the  time  to  think 
about  being  creative. 

If  this  is  the  law,  the  program  should  be  consistent  from  one  agency  to  the  next. 
Maybe  the  program  should  not  be  a  part  of  each  agency,  but  a  stand  alone  position 
that  evaluates  all  nominations  for  all  agencies. 

Number  3  has  been  the  biggest  problem  for  our  agency.  We  have  had  little  interest 
and  we  actively  promote  the  program  through  new  employee  orientation,  flyers  and 
employee  newsletters. 

The  committee  consists  of  three  employees.  It  was  difficult  to  remain  objective 
when  reviewing  and  making  decisions  about  a  fellow  employee's  idea.  Also  the 
decisions  the  committee  made  were  not  always  well  received  by  the  submitter, 
which  made  it  a  very  unrewarding  experience. 

No  ideas  forthcoming,  taxes  on  cash  awards. 

Implementing  the  "Ideas  in  Motion"  Incentive  Program  represents  the  majority  of  my 
job  duties.  It  did  not  require  much  in  terms  of  funding  to  develop  (note  an  FTE  was 
devoted  to  the  development)  (approximately  $2,500  in  promotion  of  the  program 
over  a  three-year  period). 

Senate  Bill  32  represents  a  guideline  for  developing  incentive  programs  which 
allows  recognition  and  awards  for  significantly  improving  the  employees  own  work 
environment.  The  fact  that  employees  can  be  awarded  for  improving  their  own  work, 
is  in  itself,  a  significant  difference  from  traditional  incentive  programs. 
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Department  developed  own  direction  and  purpose  .  The  guidelines  in  Senate  Bill  32 
were  intentionally  vague  and  open  ended.  There  was  no  clear  direction  in  the 
legislation  how  to  implement  this  kind  of  an  incentive  program.  In  our  department's 
case,  the  Director  delegated  the  responsibility  of  defining  the  purpose  and  the 
direction  the  program  would  take,  to  the  coordinator  position.  The  purpose  was 
defined  as:  implement  good  ideas  to  improve  the  department's  operations,  uniformly 
and  quickly.  The  most  time  consuming  element  was  creating  a  structure  to 
encourage  continuous  improvement  at  all  levels  in  the  department. 

Employees  unwilling  to  implement  idea.  The  problem  was  not  really  an 
unwillingness  to  implement  an  idea  so  much  as  the  belief  by  employees  and 
management  that  there  wasn't  enough  time  to  get  their  regular  work  done  much  less 
look  at  something  that  might  or  might  not  make  the  their  work  easier. 

Specifically,  the  program  needs  a  budget  and/or  a  promotional  perspective  so  that 
it  is  continually  in  the  minds  of  employees.  We  set  up  a  program  and  then  expect 
our  employees  to  recall  its  existence  6  months  later  when  they  may  come  up  with 
a  good  idea.  (And  to  believe  in  the  program  when  results  are  only  visible  once  a  year 
and  then  awards  are  scarce  because  of  the  stringent  requirements  and  scant 
attention  during  the  year). 

4.  Other,  please  explain. 

It  is  recommended  the  number  of  awards  are  not  restricted.  Whenever  an 
improvement  in  government  operations  can  be  implemented,  the  individual(s) 
should  be  acknowledged  and  awarded.  Limiting  the  number  of  awards  is  an 
oxymoron.  It  implies  that  state  government  wants  improvements,  but  only  from  20% 
of  its  employees.  Incentive  programs  are  intended  to  implement  as  many 
improvements  as  possible.  Therefore,  the  "Ideas  in  Motion"  Incentive  Program  has 
a  success  target  of  100%  employee  participation  and  acknowledgment  for  improving 
work  operations. 

It  is  recommended  that  "significant  improvements"  be  eliminated.  Instead,  all  types 
of  improvements  regarding  an  employee's  work  should  be  encouraged  and 
appropriately  acknowledged.  In  cases  where  improvements  are  determined  to 
directly  affect  only  an  individual  work  performance,  it  should  be  left  up  to  the  agency 
to  determine  what  form  of  recognition  and  or  monetary  award  if  any,  is  appropriate. 


Lack  of  interest  or  relevance  seems  to  be  mode  right  now. 

The  main  problem  in  this  agency  is  that  upper  management  does  not  believe  in  the 
awards  program.  They  very  strongly  believe  that  this  type  of  incentive  program 
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defeats  agency  teamwork  and  causes  hard  feelings  among  those  who  do  not  receive 
an  award.  I  have  talked  extensively  with  upper  management,  and  they  will  not  waver 
from  their  stance.  The  employees  in  the  agency,  however,  do  not  agree  with 
management's  stance,  and  feel  this  would  be  an  excellent  program. 

The  meetings  of  the  Personnel  Network  and  other  meetings  regarding  the  incentive 
award  program  have  been  very  helpful... I  would  encourage  more  of  the  same  to 
share  between  agencies....  it  would  be  nice  if  all  departments  were  consistant  in 
their  policies  regarding  this  program... 

We  did  not  receive  any  nominations  this  year.  I'm  sure  that  was  due  partly  to  the 
change  in  personnel  officers  and  the  time  lag  between  them.  We  have  a  pretty  good 
system  in  place  but  it  seems  like  you  need  to  continually  promote  internally  to  make 
this  kind  of  program  successful. 

To  be  totally  honest  with  you,  the  real  problem  with  implementing  this  is  that  there 
is  just  too  little  time  for  me  to  focus  on  this  program.  I  guess  I  need  more  resources 
to  pay  attention  to  this  program  on  a  regular  basis. 

Any  other  comments  you  have  to  improve  the  program: 

The  problem  we  have  had  with  implementing  the  program  is  lack  of  time.  The 
existing  duties  and  responsibilities  of  available  staff  are  considered  a  higher  priority 
than  the  Incentive  Award  Program. 

The  program  may  be  more  successful  if  it  was  coordinated  centrally  through  the 
division  administration. 

After  pointing  the  finger  a  good  deal  at  myself  for  not  actively  promoting  the 
program  let  me  make  these  comments.  There  seems  to  be  a  good  deal  of  acrimony 
associated  with  the  discussion  of  most  of  these  awards  due  to  differing 
philosophies  that  people  bring  to  the  table.  Whenever  more  than  a  single  individual 
is  involved  there  seems  to  be  a  question  about  who  was  most  responsible  for 
implementation,  who  should  pay  for  it,  etc.  I  think  that  differing  division  financial 
resources  play  a  part  as  to  whether  the  program  is  encouraged  within  divisions. 
And  I  think  that  some  programs  lend  themselves  to  awards  more  than  others. 

The  other  concern  I'd  have  is  the  amount  of  time  spent  in  committee  meetings  trying 
to  process  award  requests. 

There  also  seems  to  be  a  tendency  to  want  to  use  the  program  to  recognize  superior 
performance  and  I  think  that  is  allowed  to  some  degree  under  the  existing  statute. 
But  if  we  move  to  a  decentralized  pay  plan  that  recognizes  performance  I  think  that 
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some  of  the  need  for  this  program  will  disappear.  Conversely,  some  of  the  acrimony 
associated  with  the  incentive  awards  program  will  move  to  pay  plan  administration! 

How  would  I  solve  this  problem?  My  inclination  would  be  to  have  a  standard  cap 
on  any  award  (say  $50)  and  delegate  authority  to  division  administrators  to 
implement  the  program.  I  say  this  because  with  lower  stakes  some  of  the  acrimony 
would  disappear  over  whether  to  make  an  award. 

If  the  private  sector  were  to  come  up  with  a  program  such  as  this,  they  would  invest 
in  promotional  material  (posters,  flyers,)  perhaps  a  kickoff  rally,  and  some  sort  of 
recurrent  reminders  throughout  the  duration  of  the  program.  After  all,  we  are 
looking  to  save  considerable  sums  of  money.  Most  business  people  understand  the 
concept  that  it  takes  an  investment  to  realize  a  return. 
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AGENCY  INCENTIVE  AWARD  DATA 


FISCAL  YEAR  1995 


THE  FOLLOWING  DATA  IS  COMPILED  IN  COMPLIANCE  WITH  MCA  2-18-1106  (6). 


Agency  Awards 

Administration  1 

Administration  1 

Commerce  1 

Labor  &  Industry  1 

Health  &  Human  Services  1 

TOTAL  5 


Recipients 

Cost 

Savinas 

17 

$812.50 

$7,040.00 

7 

$7,000.00 

$248,259.00 

2 

$888.00 

$  8,880.06 

1 

$500.00 

Efficiency 

2 

$188.44 

$1,884.48 

29 

$9,388.94 

$266,063.54 

DESCRIPTION  OF  OUTCOME  OR  ACHIEVEMENT 


Administration: 


1.  Seventeen  employees  employed  by  the  Department  of  Administration  and 
the  Department  of  Revenue  received  an  award  for  generated,  documented 
cost  savings  by  mailing  tax  notices  and  1099  forms  which  ordinarily  would 
have  been  mailed  after  January  1,  prior  to  the  January  1,  postal  rate 
increase. 

2.  Seven  department  and  university  employees  participated  in  the 
development,  evaluation  and  award  of  a  Telecommunications  Maintenance 
and  Service  Contract,  saving  the  state  nearly  $250,000  per  year  for  the  next 
three  years.  The  efforts  by  those  involved  resulted  in  a  direct  savings  in 
communication  cost  recovery  and  maintenance  pass-through  costs  for  state 
agencies  and  the  University  System.  Total  estimated  dollar  savings  realized 
by  Agency:  $757,040.00  over  the  next  3  years. 


Commerce: 

Professional  and  Occupational  Licensing  implemented  a  system  to  barcode 
the  licensing  and  renewal  process.  Total  cost  savings  realized  was 
$8,880.06. 
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Labor  &  Industry: 


An  agency  employee  developed  an  automated  spreadsheet  and  other 
software  which  has  significantly  improved  the  auditors'  ability  to  track  and 
report  audit  information.  Developing  computer  software,  instructing  the 
auditors  in  its  use,  and  troubleshooting  computer  hardware  and  software 
problems  are  all  above  and  beyond  the  scope  of  the  employee's  normal  job 
duties.  The  nomination  was  accompanied  by  a  cost  estimate  from  BDM 
Technologies  for  developing  the  program  and  training  the  employees.  The 
situation  appears  to  involve  an  employee  who  saw  a  need,  formulated  a 
solution,  and  initiated  its  implementation.  Some  of  this  effort  took  place  on 
the  employee's  own  time.  The  IAP  Review  Panel's  assessment  is  that  cost 
savings  or  cost  avoidance  as  a  result  of  implementing  this  software  would  be 
difficult  to  determine  objectively.  Unemployment  Insurance  management 
has,  however,  substantiated  the  increased  efficiency  in  the  audit  section  as 
a  result  of  the  employee's  programs. 


PHHS: 

The  recipients  compiled  a  list  of  employers  who  send  in  child  support 
garnishments  for  their  employees  on  a  monthly  basis.  They  contacted 
employers  by  phone  when  date  of  collection  was  missing  from  the  payment 
received.  As  employers  verified,  the  date  of  check  was  the  date  of  collection 
and  always  would  be,  this  information  was  added  to  the  list.  In  the  future, 
instead  of  calling  for  verification,  employees  can  reference  the  list. 
Implementation  of  this  procedure  reduced  the  number  of  long  distance  calls 
by  531  (at  implementation)  and  decreased  the  amount  of  staff  time  required 
for  posting  payments  to  SEARCHS. 

This  procedure  saves  the  State  money  in  long-distance  telephone  charges 
and  personnel  time,  enables  employees  to  process  payments  in  a  timely 
manner,  getting  the  money  to  the  children  as  quickly  as  possible,  and  has 
drastically  reduced  the  number  of  irate  telephone  calls  to  CSED.  A  tally  of 
the  actual  savings  for  a  three-month  period  averaged  $157.04  for  an 
estimated  annual  savings  of  $1,884.48. 


SUMMARY 

Four  agencies  presented  five  awards  to  29  recipients.  The  cash  awards  totaled  $9388.94. 
No  hourly  awards  were  given.  The  estimated  annual  savings  realized  by  the  State  in  1995 
was  $266,063.54. 
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AGENCY  INCENTIVE  AWARD  DATA 


FISCAL  YEAR  1996 

THE  FOLLOWING  DATA  IS  COMPILED  IN  COMPLIANCE  WITH  MCA  2-18-1106  (6). 


Aaencv  Number 

Recioients 

AWARD 

Savinas 

Fish  Wildlife  &  Parks 

1 

1 

$522.63 

$5,226.30 

Fish  Wildlife  &  Parks 

1 

1 

$447.70 

$4,477.00 

Dept,  of  Justice 

1 

1 

$1000.00 

$10,000.00 

Dept,  of  Justice 

1 

1 

0 

$272.00 

Dept,  of  Justice 

1 

1 

$35.00 

$367.00 

Office  of  Public  Instruction 

1 

2 

$200.00 

? 

Office  of  Public  Instruction 

1 

1 

$125.00 

$1275.00 

Office  of  Public  Instruction 

1 

1 

$250.00 

? 

Dept,  of  Revenue 

1 

1 

$247.62 

$2,476.20 

Dept,  of  Revenue 

1 

1 

$50.00 

0 

Dept,  of  Revenue 

1 

1 

$1502.00 

$15,018.00 

Dept,  of  Transportation 

1 

1 

$50.  00 

0 

Dept,  of  Transportation 

1 

1 

$17,000.00 

$300,000.00 

Dept,  of  Transportation 

1 

1 

$182.00 

$1,820.00 

Dept,  of  Transportation 

1 

1 

$10,150.00 

$105,495.00 

Dept,  of  Transportation 

1 

1 

$50.00 

0 
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Dept. 

of  Transportation 

1 

1 

$144.00 

$1,440.00 

Dept. 

of  Transportation 

1 

1 

$50.00 

0 

Dept. 

of  Transportation 

1 

1 

$50.00 

0 

Dept. 

of  Transportation 

1 

1 

$427.00 

$4,279.00 

Dept. 

of  Transportation 

1 

1 

$50.00 

0 

Dept. 

of  Transportation 

1 

1 

$2,935.00 

$29,350.00 

Dept. 

> 

of  Transportation 

1 

1 

$244.00 

$24,440.00 

TOTAL 

23 

24 

$35,711.95 

$505,935.50 

DESCRIPTION  OF  OUTCOME  OR  ACHIEVEMENT 
Fish  Wildlife  &  Parks 

1.  License  fraud  reporting;  use  Musenet  computer  modem  for  all  seven  regions 
using  local  calls  rather  than  long  distance  calls  which  were  previously  made 
directly  to  MSU,  Bozeman. 

2.  Purchasing  outboard  motors;  for  boat  motor  purchases  less  than  $5,000,  set 
up  Government  Sales  Program  directly  through  major  manufacturer  at 
wholesale  cost  rather  than  low  bid  at  retail  cost. 

Department  of  Justice 

1 .  Utilizing  advanced  word  processing  set  up  macros  to  assist  investigators  and 
other  law  enforcement  personnel  to  produce  search  warrants  themselves 
without  having  to  wait  for  a  secretary  to  become  available  from  county 
attorney's  offices  or  other  offices.  There  are  four  main  categories  for  search 
warrants  and  seven  investigative  subpoena  files. 

Department  investigators  and  outside  agency  and  law  enforcement  personnel 
were  trained  in  the  use  of  the  macros.  Investigators  are  now  able  to  produce 
and  print  "on  the  run"  through  using  laptop  computers  with  attached  printers. 
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All  of  the  products  produced  are  original  and  the  use  of  "cut  and  paste" 
methods  has  been  removed. 

This  work  has  saved  the  state  approximately  $10,000  to  date. 

2.  T  &  R  produces  approximately  200  cartridges  of  microfilm  per  month.  In  1992 
it  was  suggested  that  they  reuse  those  in  lieu  of  buying  new  ones.  The  award 
recipient  spent  several  months  with  co-workers  removing  the  old  microfilm  from 
all  the  cartridges.  The  costs  are  hard  to  estimate  because  while  the  cost  of  the 
cartridges  was  savings  the  time  the  employees  spent  recovering  them  may 
offset  each  other.  But  for  those  of  us  who  care  about  our  environment  we 
appreciate  the  effort. 

Title  and  Registration  makes  daily  contacts  with  the  citizens  of  the  state.  In  the 
past  they  have  had  to  use  outdated  phone  books  to  contact  people  due  to  lack 
of  funding  for  purchase  of  the  phone  books.  All  56  county  treasures  offices 
were  asked  to  order  one  extra  telephone  book  from  the  phone  company  and 
give  it  to  the  bureau.  They  now  have  new  phone  books  every  year.  The 
counties  give  the  books  to  their  personnel  when  they  are  visited  or  deliver  them 
at  the  annual  county  treasurer  convention,  incurring  no  cost  for  mailing.  This 
saves  the  department  approximately  $272  or  more  per  year. 

3.  When  certifying  a  title  application,  an  employee  attached  notes  to  the 
paperwork  specifying  any  action  needed  from  another  person  or  unit  before  the 
title  can  be  issued.  Half  of  the  employees  were  using  2  x  @  "kites"  while  the 
other  half  used  post-it-notes  or  scratch  paper,  along  with  form  MV-15  (another 
small  piece  of  paper). 

The  actions  are  listed  on  one  piece  of  paper  so  an  employee  could  check  off 
what  was  needed.  Counting  the  employee  time  used  and  using  one  standard 
form  they  expect  to  save  $367  per  year. 

Office  of  Public  Instruction 


1.  Changed  our  procedure  of  mailing  to  school  districts  and  others  by  going  to 
facsimile  (FAX)  wherever  possible  using  a  computerized  fax  delivery  system. 

2.  Information  previously  typed  on  a  paper  form  each  month  and  distributed  to 
school  districts  is  now  added  to  an  existed  automated  report.  Eliminated  the 
need  for  a  paper  form  and  saves  staff  time  involved  with  typing/mailing  that 
form. 

3.  Pre-filled  selected  information  (ie.,  district  name  and  address,  bus  ID  number, 
etc)  on  bus  inspection  forms  before  those  forms  are  delivered  to  Highway 
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Patrol.  Saves  the  Patrol  and  school  district  time  completing  the  form;  saves 
OPI  time  keypunching  the  completed  form;  helps  trigger  the  inspection  process 
for  each  bus;  improves  organization  of  the  forms  when  returned  to  OPI,  etc. 


Department  of  Revenue 

1.  Elimination  of  unneeded  weekly  mailing  list  names. 

2.  Began  using  less  expensive  electriever  dividers  which  prevented  having  to 
purchase  very  expensive  types. 

3.  Personally  researched  and  promoted  a  significant  mail  cost  reduction  of 
$15,018.00  for  Income  Tax  documents  1099G  and  1099INT  by  using  pressure 
sealed,  double  postcards.  This  was  not  required  in  her  regularly  assigned 
duties. 

Department  of  Transportation 


1 .  This  improvement  established  a  process  to  directly  obtain  information  from  the 
State  Library's  Natural  Heritage  program  D.  MDT  currently  pays  the  State 
Library  over  $100,000  annually  for  obtaining  information. 

2.  This  improvement  saves  significant  time  and  materials  filling  ruts.  The 
improvement  was  an  attachment  for  a  front  end  loader  to  fill  rutted  roadway. 
This  has  resulted  in  the  Montana  Department  of  Transportation  has  DT  building 
1 1  "Rut  Fillers"  for  statewide  use. 

3.  This  improvement  modifies  the  method  used  in  preconstruction  (Design)  for 
assembling  Engineering  Estimates.  The  improvement  eliminates  the  need  to 
manually  create  a  worksheet  and  then  transfer  the  information  on  to  a  Lotus 
worksheet  for  tabulation.  Now  transfers  of  estimates  are  directly  put  into  the 
Lotus  Estimate. 

4.  The  safety  and  time  involved  in  mounting  and  dis-mounting  snowplows  has 
been  reduced  by  the  implementation  of  a  hydraulic  snow  plow  mount  and  dis¬ 
mount  attachment.  This  improvement  has  been  implemented  in  the  Butte 
District  and  will  be  implemented  statewide. 

5.  This  improvement  eases  the  overall  vehicle  maintenance  burden  on 
understaffed  facilities.  By  using  commercial  maintenance  facilities,  MCS  has 
reduced  officer  lost-time  while  waiting  for  vehicle  maintenance  in  the  shop. 
This  has  resulted  in  increased  productivity. 
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6.  Vacancy  announcements  were  being  retyped  into  the  computer  in  order  to  post 
them  electronically.  Improvement  was  to  post  vacancies  directly  on  the 
computer.  All  areas  now  get  postings  electronically. 

7.  This  improvement  entails  first  aid  training  that  deals  with  aids  or  blood  related 
issues.  Maintenance  is  in  the  process  of  providing  first  aid  kits  including  a 
blood  borne  pathogen  protection  kit. 

8.  Headquarters  hosts  a  variety  of  meetings,  workshops  and  training.  The 
improvement  is  having  a  reader  board  in  the  front  lobby. 

9.  A  storm  drain  design  computer  program  was  designed  and  implemented  in  the 
Hydraulics  section.  This  improvement  eliminates  the  hand  written  version,  is 
easier  to  understand  and  reduces  errors. 

10  The  improvement  is  to  print  "MDT"  Thank  You  Cards  and  distribute  them  to 
each  Division  in  the  Department  as  a  way  to  thank  the  employees  or  public,  as 
a  more  personalized  approach  of  appreciation.  Public  Affairs  agreed  to  print 
and  distribute. 

11.  A  platform  was  designed  for  changing  snowplows  and  cutting  edges.  This 
improvement  was  implemented  in  the  Butte  division  and  reduces  the  labor  of 
one  employee. 

12.  The  improvement  implemented  by  Human  Resources  was  to  have  the 
Accounting  Specialists  in  each  District  audit  their  own  payroll/personnel 
documents.  This  has  resulted  in  better  efficiency  in  updating  their  payroll 
headers  and  enter  their  payroll. 


SUMMARY 


Five  agencies  presented  23  awards  to  24  recipients.  The  cash  awards  totaled  $35,71 1 .95. 
No  hourly  awards  were  given  although  one  agency  did  award  a  marble  paper  weight  in  lieu 
of  cash.  The  estimated  annual  savings  realized  by  the  State  for  FY96  is  $505,935.50. 
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